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[bookmark: _Toc131499078]Introduction
Cultures and societies may view and practice leadership in very different ways, reflecting variations in morals, beliefs, norms, and societal structures. Leadership styles and practices are significantly influenced by cultural views. Leaders are urged to be autonomous and assertive in individualistic cultures, in contrast to collectivist cultures, where they are expected to put the needs of the group before their own. Similarly, to this, communication in high-context cultures is frequently indirect and depends on nonverbal cues, whereas it is more straightforward and explicit in low-context cultures. Leadership is also influenced by institutional variables, including political systems, economic institutions, and legal frameworks. In authoritarian systems, for instance, leaders are expected to wield strict authority over their subjects, whereas, in modern democracies, leaders are expected to be more receptive to and accountable for the requirements of their constituents. In a similar vein, while leaders in non-profit organizations may be judged more on their capacity to accomplish social or environmental objectives, leaders in business organizations may be evaluated primarily on their capacity to generate profits. Because there are so many different institutional and cultural views on leadership, it's indeed crucial for leaders to really be conscious of these variations and modify their strategies accordingly. This necessitates a high level of cultural knowledge and the capacity to negotiate. Various institutional and cultural variables play a role in the complex and dynamic process of leadership in different challenging situations.

[bookmark: _Toc131498978][bookmark: _Toc131499079]Task1                                                                                                                                                                                                                                                                                                                                                                                                                                    Differences between national and regional contexts Cultural and institutional variations between national and regional settings can have a big impact on how an organization runs when it refers to leadership and management. In this article, we'll examine the variations between Marriott in the UK and Hilton in Spain, as well as any effects those variations might have on their approaches to management and leadership. Let's start by examining the social distinctions between Spain and the United Kingdom. A more restrained and formal culture with a focus on politeness and respect for tradition can be found in the United Kingdom. In contrast, the culture in Spain is more open and laid back and places a strong focus on family, friendships, and socializing (Akanji et.al, 2020). Within the two organizations, these differences could take various forms. Conceivably emphasizing hierarchy and formal conversation more than Hilton Spain, which might prioritize forming personal connections more. Second, institutional differences might also have an impact on how these organizations handle their leadership and management. As an illustration, the legal systems of the UK and Spain are very different from one another. The UK has a common law system, while Spain has a civil law system. This might affect how these groups handle problems like contracts, liability, and compliance. The regulatory regime may also be distinct, with various laws and rules governing hiring procedures, taxation, and environmental issues. Considering these distinctions, there could be several effects on management and leadership at Marriott UK and Hilton Spain. First, for these organizations to function effectively inside their respective cultural contexts, it might be essential for them to adopt different leadership philosophies (Boella, and Goss-Turner, 2019).  For instance, Marriott UK might require Hilton Spain might need to embrace a more open and flexible leadership style that values interpersonal relationships, whereas to be successful, to adopt a more rigid and hierarchical leadership style. Second, how these organizations handle risk management and compliance may be impacted by the variations in the legal and regulatory environments. As a consequence, Marriott is subject to some regulatory and legal obligations, such as consumer protection laws, employment laws, and health and safety laws. Marriott also has to deal with the complicated interactions among a diverse and multicultural staff and the particular cultural norms and expectations of UK customers (Heinen et.al, 2019). A culture of inclusivity and respect, as well as a focus on accountability and openness in all aspects of its operations, are all priorities for Marriott to govern and lead successfully in this environment. This calls for efficient communication and teamwork at all organizational levels, as well as a readiness to change and grow in reaction to shifting customer preferences and market dynamics. In contrast, Hilton works in a distinct national and local environment in Spain. The management and leadership practices of Hilton must take into consideration the distinctive cultural and linguistic differences of each region in which it works because Spain is a highly decentralised nation with a diverse regional identity. For instance, Marriott UK might need to focus more on conformance given the stricter regulatory environment there, whereas Hilton Spain might need to concentrate more on risk management given the less dependable nature of the regulatory environment there. Finally, how these organizations handle talent leadership and staff engagement may be impacted by the variations in cultural and institutional contexts. To attract and keep talent, Marriott UK may need to place a greater emphasis on structured career growth and education programs, while Hilton Spain may need to place a greater emphasis on developing a positive and engaging work atmosphere that values teamwork and communication. Organizational leadership and management practices can be significantly shaped by societal and institutional differences among national and regional contexts. Marriott UK and Hilton Spain offer a helpful illustration of how these variations may appear in various ways within two organizations that operate in various institutional and cultural settings. To succeed in various settings, it is crucial for organizations to be mindful of these distinctions and to modify their leadership and management practices appropriately. Two international businesses that work in the hotel sector are Marriott in the UK and Hilton in Spain. They each have unique management and leadership techniques that are shaped by the institutional and societal environments in which they operate. One can apply other cultural and institutional views as a lens to develop a more meaningful awareness of their leadership and management practices. Let's look at two instances: both South America and Japan. Harmony, respect, and order are important in Japan. In Japanese culture, decision-making is founded on the consensus of the group, and group consensus is crucial. To comprehend how Marriott UK and Hilton in Spain handle judgment and problem-solving, one can use this cultural perspective as a lens. Japanese society can offer a counterpoint to Western culture's emphasis on individualism. We can evaluate the potential advantages and disadvantages of group consensus and comprehend how Marriott UK and Hilton in Spain handle decision-making within their organizations by applying a Japanese cultural viewpoint. Latin American nations, on the other hand, are renowned for their informal communication style and relationship-based business strategy. This societal lens can be applied to the relationship-building strategies employed by Marriott UK and Hilton in Spain. Personal connections frequently take precedence over official business agreements in Latin American cultures. We can assess the influence of relationship-building on client and staff loyalty by using a Latin American cultural viewpoint, and we can look at how Marriott UK and Hilton in Spain integrate relationship-building into one ‘s management and leadership practices. We can build a more critical understanding of Marriott UK and Hilton in Spain's management and leadership practices by utilizing in the legal and regulatory environments. For instance, Marriott UK might need to focus more on conformance given the stricter regulatory environment there, whereas Hilton Spain might need to concentrate more on risk management given the less dependable nature of the regulatory environment there. Finally, how these organizations handle talent leadership and staff engagement may be impacted by the variations in cultural and institutional contexts. To attract and keep talent, Marriott UK may need to place a greater emphasis on structured career growth and education programs, while Hilton Spain may need to place a greater emphasis on developing a positive and engaging work atmosphere that values teamwork and communication. Organizational leadership and management practices can be significantly shaped by societal and institutional differences among national and regional contexts and other cultural and institutional viewpoints. We can obtain a deeper comprehension of the fundamental values and beliefs that influence these organizations' practices by evaluating the potential advantages and disadvantages of various cultural approaches. This vital insight can be used to pinpoint problem areas, promote cultural awareness and sensitivity, and eventually raise the general efficacy of these organizations' management and leadership techniques (Khare, Stewart and Khare, 2018).
 Evaluation of information systematically on different national and regional contexts: The national and regional contexts in which Marriott United Kingdom and Hilton in Spain work should be considered when analysing their management and leadership strategies. Because Marriott and Hilton are both international lodging chains with operations in several nations, they must manage and lead in a variety of cultural, economic, and political circumstances. With more than 80 resorts and hotels spread out across the nation, Marriott has a significant presence in the United Kingdom. The UK has a highly developed and mature economy, a solid regulatory system, and a workforce with a high level of ability. Consequently, Marriott is subject to some regulatory and legal obligations, such as consumer protection, employment, and health and safety laws. Marriott also has to deal with the complicated interactions among a diverse and multicultural staff and UK customers' particular cultural norms and expectations. A culture of inclusivity and respect, as well as a focus on accountability and openness in all aspects of its operations, are all priorities for Marriott to govern and lead successfully in this environment. This calls for efficient communication and teamwork at all organizational levels, as well as a readiness to change and grow in reaction to shifting customer preferences and market dynamics. To attract and keep talent, Marriott UK may need to place a greater emphasis on structured career growth and education programs, while Hilton Spain may need to place a greater emphasis on developing a positive and engaging work atmosphere that values teamwork and communication. Organizational leadership and management practices can be significantly shaped by societal and institutional differences among national and regional contexts. Marriott UK and Hilton Spain offer a helpful illustration of how these variations may appear in various ways within two organizations that operate in various institutional and cultural settings. To succeed in various settings, it is crucial for organizations to be mindful of these distinctions and to modify their leadership and management practices appropriately (Doorley, and Garcia, 2020).  In contrast, Hilton works in a distinct national and local environment in Spain. The management and leadership practices of Hilton must take into consideration the distinctive cultural and linguistic differences of each region in which it works because Spain is a highly decentralized nation with a diverse regional identity. Spain also has a comparatively high amount compared to the UK, there is more unemployment and a less stable economy, which can make it difficult to lead and govern effectively. To be successful in this environment, Hilton must place a high priority on cultivating close ties with its local communities, fostering a culture of trust and credibility among its staff, and customizing its operations to cater to the distinct requirements and tastes of Spanish customers. This calls for a thorough comprehension of the regional differences in culture, society, and economy that affect consumer behaviour in Spain, as well as a willingness to engage in local talent and assets for the expansion and development of its operations. Marriott and Hilton both share a dedication to success in management and leadership, despite these variations in national and regional contexts. Both companies have shown a willingness to adapt and change in reaction to changing circumstances, placing a high priority on customer satisfaction, employee satisfaction, and sustainable business practices in reaction to shifting consumer preferences and market conditions (Anning-Dorson, 2021).
Key competencies in managing across cultural and institutional contexts including cultural intelligence:  A thorough knowledge of the distinctive cultural, economic, and political influences that determine these contexts is necessary for the effective practice of management and leadership in various national and regional contexts. Organizations like Marriott and Hilton can navigate the complex challenges of leadership and management across diverse contexts and continue to provide exceptional value to their customers, employees, and shareholders by placing a high priority on relationship-building adaptability, and a dedication to outstanding performance (Xenikou, 2022).  Leadership is also influenced by institutional variables, including political systems, economic institutions, and legal frameworks. In authoritarian systems, for instance, leaders are expected to wield strict authority over their subjects, whereas, in modern democracies, leaders are expected to be more receptive to and accountable for the requirements of their constituents. In a similar vein, while leaders in non-profit organizations may be judged more on their capacity to accomplish social or environmental objectives, leaders in business organizations may be evaluated primarily on their capacity to generate profits. Because there are so many different institutional and cultural views on leadership, it's indeed crucial for leaders to really be conscious of these variations and modify their strategies accordingly. Managing across institutional and societal contexts has become crucial for effective business management in today's globalized world. For businesses that function in various markets and areas, it is essential to comprehend social norms, linguistic limitations, and cultural differences (Kostova et al., 2020).  The key skills necessary for managing across institutional and cultural contexts, such as intercultural competence, brokering, and recasting ideas and practices, are examined in this essay, which focuses on Marriott UK and Hilton in Spain. The term "cultural intelligence" describes the capacity to comprehend and value various cultural viewpoints, beliefs, and behaviours. It involves the capacity for cultural awareness and adaptation in addition to the capacity for effective intercultural communication. For businesses like Marriott UK and Hilton in Spain, cultural savvy is essential. Which function in various institutional and cultural settings. For instance, to provide outstanding customer service, Marriott UK and Hilton in Spain must be aware of the cultural distinctions between the UK and Spain. Customers prefer a more formal and restrained approach in the UK, while they favour a more relaxed and cordial approach in Spain. As a result, cultural intelligence enables Marriott UK and Hilton in Spain to better cater to local needs and boost client happiness (Tierney and Lanford, 2018).  Brokering:  Brokering is the practice of negotiating and mediating between various groups to reach a mutually beneficial outcome. Brokering abilities are crucial in a multicultural and multi-institutional setting to promote cooperation and dialogue between various stakeholders. For instance, local suppliers, officials, and other parties must be negotiated with Marriott UK and Hilton in Spain to build strong connections with local stakeholders and get past institutional and cultural obstacles made possible by brokering skills, as demonstrated by Marriott UK and Hilton in Spain. Recasting Concepts and Methods: The ability to modify and adjust current ideas and practices to fit particular local contexts is referred to as "recasting" ideas and practices. It requires an in-depth knowledge of institutional and cultural differences as well as the capacity to come up with original ideas that fit a particular situation. Cultural differences can show up in a variety of ways, including in decision-making, job ethics, communication methods, and attitudes toward authority (O’Connor, 2020). Leaders must be conscious of these variations and devise plans to handle them successfully. Leaders may need to modify their communication methods to conform to various cultural norms, for instance, or they may need to modify their decision-making procedures to take feedback from various viewpoints. Managing strife is a difficulty that intercultural leaders must overcome (Vomberg, Homburg, and Gwinner, 2020) any workplace will inevitably experience conflict, but ethnic environments can present unique difficulties. Conflicts may become more intense and challenging to settle as a result of cultural differences. To effectively manage conflict, a leader must be able to identify its underlying causes, listen to opposing viewpoints, and identify win-win remedies. The influence of culture on leadership philosophies needs to be understood by intercultural leaders as well. Leadership expectations vary across countries, and leaders must be mindful of these differences. For instance, while some cultures respect hierarchical leadership, others might favour more collaborative strategies. Knowing these cultural differences allows leaders to modify their leadership approaches to suit various cultural contexts and a deeper connection with their employees by better understanding cultural contexts. The dedication to diversity and inclusion is the final requirement for intercultural leadership and management. Whatever their ethnic background, employees who work for leaders who appreciate diversity and inclusion feel valued and respected. Additionally, they provide chances for workers from various backgrounds for instance, to cater to regional preferences and societal norms, Marriott UK and Hilton in Spain must modify their marketing strategies. While Hilton may employ a more relaxed and approachable marketing strategy in Spain, Marriott may take a more official and restrained approach in the UK (Lasrado, and Kassem, 2021).  Marriott UK and Hilton in Spain can develop successful marketing campaigns that connect with local customers by recasting concepts and practices. For businesses like Marriott UK and Hilton in Spain that compete in various markets and areas, managing across institutional and cultural contexts is crucial. Cultural intelligence, brokerage, and reimagining ideas and practices are among the critical skills needed for managing across institutional and cultural contexts. By honing these skills, Marriott UK and Hilton in Spain will be able to forge solid connections with regional partners, deliver top-notch customer support, and produce marketing campaigns that successfully reach their target audience (Pihlainen, Kivinen, and Lammintakanen, 2016).  Organizations like Marriott and Hilton can navigate the complex challenges of leadership and management across diverse contexts and continue to provide exceptional value to their customers, employees, and shareholders by placing a high priority on relationship-building adaptability, and a dedication to outstanding performance (Stefani and Blessinger, 2017). Leadership is also influenced by institutional variables, including political systems, economic institutions, and legal frameworks. In authoritarian systems, for instance, leaders are expected to wield strict authority over their subjects, whereas, in modern democracies, leaders are expected to be more receptive to and accountable for the requirements of their constituents. In a similar vein, while leaders in non-profit organizations may be judged more on their capacity to accomplish social or environmental objectives, leaders in business organizations may be evaluated primarily on their capacity to generate profits (Hinings, Gegenhuber and Greenwood, 2018).
[bookmark: _Toc131499081]Conclusion
Perspectives from institutional and cultural contexts are important in determining how leadership styles are developed. Institutions refer to the official and informal systems and structures that govern society, whereas culture refers to the common beliefs, values, practices, and behaviours of a group of people. Both of these elements have an impact on how leaders are viewed and behave within their companies. Cultural perspectives can have a major impact on leadership styles. For instance, leaders are frequently expected to be more inclusive and collaborative in collectivist cultures, whereas leadership may be more assertive and autonomous in individualistic cultures. The way that leaders handle decision-making and risk management can also be influenced by institutional factors like the regulatory and legal environment. Effective leadership requires an understanding of these institutional and cultural variables. Leaders are better able to connect with their followers and modify their leadership style to suit the demands of their company when they are aware of the institutional and cultural environment in which they work. Additionally, they have a higher chance of overcoming difficult obstacles and succeeding in their objectives. In conclusion, views from institutional and cultural contexts have a big influence on leadership strategies. The ability to navigate these variables and modify their leadership style as necessary is a requirement for effective leaders. By doing this, they can create effective teams that work well together and accomplish the objectives of their company sustainably and morally.
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Task 2
The capacity to lead and control individuals from various cultural backgrounds successfully is referred to as intercultural leadership and management. The demand for intercultural leadership and management had also increased due to globalization and the growing variety of workplaces. In this essay, we'll examine the effects of intercultural leadership and management as well as the difficulties that managers encounter when working with people from different ethnic backgrounds. The need to build cultural competence is one of the main effects of intercultural leadership and management. Cultural competence is the capacity to comprehend, value, and collaborate successfully with individuals from various ethnic backgrounds. Culturally competent leaders are better able to establish rapport, manage conflicts, and communicate successfully in multicultural environments. Additionally, they exhibit consideration and reverence. In this essay, I would then critically assess my leadership abilities, consider the consequences of managing and leading across cultural boundaries and review self-assessment tools (Alsharari, 2020).
Having leadership qualities, the skills and abilities needed to guide and manage individuals and teams toward a shared objective are known as leadership competencies. My programming indicates that I have some leadership skills. First and foremost, I have effective speaking skills, which are crucial for leadership. I can express myself clearly and persuasively in some media, including spoken and written communication. I can communicate with others productively and expediently thanks to this (Paraskevas, and Quek, 2019).  Second, I possess analytical abilities that enable me to process massive quantities of data and decipher complicated information (Peng, 2017).  This is a crucial leadership skill, particularly in a society where data-driven decision-making is becoming more and more prevalent. Thirdly, I'm able to pick things up fast and change course when necessary. This is a crucial leadership skill in the fast-paced, ever-changing world of today. Intercultural Leadership and Management Consequences Leading and managing people from various ethnic backgrounds is a part of intercultural leadership and management (Xing et al., 2016). For leaders to be successful in this setting, international competence is crucial. Following are some examples of how my leadership skills apply to intercultural leadership and management: Communication: In an intercultural setting, effective communication is even more important because different cultures may perceive messages in different ways. My excellent communication abilities can therefore be a benefit in international leadership and management. Leadership requires the ability to comprehend and interpret facts from various cultural perspectives in an intercultural setting. I can use data from a variety of sources and my analytical abilities to make sense of it and use it to guide decision-making in cross-cultural situations. Adaptability: Successful intercultural leadership and management call for leaders who can change with the times. My capacity for fast learning and situational adaptation can be useful in cross-cultural settings. Self-Evaluation.  Resources. Tools for self-assessment are used to assist people in assessing their abilities, assets, and weaknesses. They may be helpful in pinpointing potential growth and development regions. A variety of self-assessment instruments are available for managing and leading in different cultural contexts. Here are a few of these tools: Cultural Intelligence (CQ) is a self-assessment instrument that gauges a person's capacity for success in various cultural contexts. It gauges a person's capacity to comprehend, value, and adjust to various societal norms and behaviours. CQ can be helpful in international leadership and management because it enables leaders to recognize their intercultural competency strengths and growth needs. An individual's degree of intercultural competence can be assessed using the Intercultural Development Inventory (IDI), a self-assessment tool. It evaluates a person's capacity to comprehend and value cultural variances as well as their willingness to modify their behaviour to fit various cultural settings. To help leaders recognize their intercultural competencies' strengths and potential for improvement, IDI can be helpful in multicultural leadership and management (Zheng et al., 2019). The Myers-Briggs Type Indicator (MBTI) is a self-evaluation instrument that gauges a person's psychological preferences. As it aids people in understanding their personality traits and how they might affect their interactions with individuals with different cultural backgrounds, it can help manage and lead in varied societies. The requirement to cultivate a global mentality is another result of intercultural leadership and management (Stein, and Swan, 2019). The capacity to consider cultural, economic, and political differences when thinking and acting is referred to as having a global mind-set. Effective management of global teams and the ability to anticipate and react to market changes are all characteristics of leaders who have a global mind-set. Additionally, they exhibit a desire to learn from other countries and modify their leadership philosophies to fit various cultural settings. Managing cultural differences is a significant task for intercultural leaders. Cultural differences can show up in a variety of ways, including in decision-making, job ethics, communication methods, and attitudes forward authority. Leaders must be conscious of these variations and devise plans to handle them successfully. They might need to modify their decision-making method to consider input from various viewpoints, or they might need to modify their communication style to account for various cultural norms. The requirement to cultivate a global mentality is another result of intercultural management and leadership. The capacity to consider cultural, economic, and political disagreements when thinking and acting is referred to as having a global mind-set (Song, and Kang, 2019).  Effective management of global teams and the ability to anticipate and react to market changes are all characteristics of leaders who have a global mind-set. Additionally, they exhibit a willingness to learn from those other countries and modify their leadership philosophies to fit various cultural settings. Managing cultural differences is a significant task for intercultural leaders. Cultural differences can show up in a variety of ways, including in decision-making, job ethics, communication methods, and attitudes toward authority. Leaders must be conscious of these variations and devise plans to handle them successfully. Leaders may need to modify their communication methods to conform to various cultural norms, for instance, or they may need to modify their decision-making procedures to take feedback from various viewpoints. Managing strife is a difficulty that intercultural leaders must overcome. Any workplace will inevitably experience conflict, but ethnic environments can present unique difficulties. Conflicts may become more intense and challenging to settle as a result of cultural differences. To effectively manage conflict, a leader must be able to identify its underlying causes, listen to opposing viewpoints, and identify win-win remedies (Walter, and Block, 2016). The influence of culture on leadership philosophies needs to be understood by intercultural leaders as well. Leadership expectations vary across countries, and leaders must be mindful of these differences. For instance, while some cultures respect hierarchical leadership, others might favour more collaborative strategies. Knowing these cultural differences allows leaders to modify their leadership approaches to suit various cultural contexts and a deeper connection with their employees by better understanding cultural contexts. The dedication to diversity and inclusion is the final requirement for intercultural leadership and management (Syakur et.al, 2020). Whatever their ethnic background, employees who work for leaders who appreciate diversity and inclusion feel valued and respected. Additionally, they provide chances for workers from various backgrounds to add to the business and advance their careers. Intercultural leaders can increase productivity, creativity, and employee morale by promoting a diverse and inclusive workplace. In conclusion, success in today's multicultural and globally diversified workplace depends on international leadership and management. It necessitates cultivating cultural competence, a worldwide perspective, and the capacity to resolve cultural conflicts. Intercultural leaders must also be conscious of how culture affects leadership philosophies and commit to fostering a varied and inclusive workplace. Organizations can leverage the power of diversity and gain a competitive edge in the global market by adopting intercultural leadership and management (Madi Odeh et.al, 2023).
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